Recommendations: Managers need to pay attention to enhancing employees' job satisfaction and satisfaction with WLB to ensure organizational effectiveness regardless of organizational context. Managers also need to employ culturally appropriate managerial strategies in promoting job satisfaction and satisfaction with LWB.
Introduction
Job satisfaction has been the main focus of academic research in various fields including marketing, human resource management and organizational psychology. Business managers view job satisfaction as one of the most important employee attitudes because of its positive work-related outcomes such as enhanced employee's job performance, organizational commitment, citizenship behavior and life satisfaction. On the other hand, job satisfaction has been negatively linked to undesirable job-related attributes such as work stress (e.g. Khan & Ali, 2013; Klassen, Usher, & Bong, 2010; Mohammed & Elsewed, 2013) , intention to quit job or turnover and absenteeism (e.g., Khan & Ali, 2013; Luu, Beach, & Hattrup, 2010) . bank employees have higher mean scores on job satisfaction questionnaire in comparison with Iranian counterparts (Kord, 2012) . Moreover, a meta-analysis by Bowling, Eschleman and Wang (2010) found positive relationships between job satisfaction and life satisfaction, happiness, positive affect, and the absence of negative affect in employees. In addition, they suggested that the causal relationship from subjective well-being to job satisfaction was stronger than the causal relationship from job satisfaction to subjective well-being. In short, job satisfaction is, as evidenced in the foregoing review, closely tied to productivity and organizational effectiveness. Employees who are satisfied at work are likely to be more stable, productive and accomplished towards organizational goals (Jessen, 2010) . Job satisfaction is, perhaps, one of the top ten crucial factors that determine retention of employees in all industries. Beyond its relevance and importance in organizations job satisfaction is also important in everyday life.
Similarly, satisfaction with work-life balance, also sometimes termed as work-life balance, appears to be vital for organizational effectiveness though less researched compared to job satisfaction. Nowadays, corporations have begun to recognize that an inadequate work-life balance can have detrimental impacts on staff performance, satisfaction and retention. Like job satisfaction work-life balance is positively related to several work-related attitudes and outcomes including job satisfaction itself (Mukhtar, 2012; Saif, Malik, & Awan, 2011) . In contrast, work-life conflict was negatively related to job satisfaction and family life satisfaction (Gamage, 2013) . Moreover, in the workplace, people with a good work-life balance regularly outperform those who do not have a work-life balance. Managers and employees with good work and lifestyle balance are important to ensure their good health and support business productivity and not having work-life balance in the work-place can incur costs with occupational health and safety, staff turnover and productivity levels (www.advancing-businesses.co.nz/business-coaching/ practical-business-advice/life-work-balance). Work-life conflict has been found to be associated with decreased employee job satisfaction, increased staff turnover and absenteeism, lower performance, increased job stress levels, intention to leave the organization and workaholism (E-guide to managing stress and psychosocial risks -Safety and health at work -EU-OSHA).
Evidences are accumulating, showing that job satisfaction and satisfaction with work-life balance cannot be free from cultural contexts in which the organization and its employees are embedded. For example, Luu, Beach and Hattrup (2010) compared the relationship between job satisfaction and turnover intentions across four countries that differ in Uncertainty Avoidance (UA) and Individualism-Collectivism (I/C), namely France, Japan, the Philippines, and the United States of America. Their study revealed that the relationship between job satisfaction and turnover intentions was significantly stronger in the U.S. and France than in Japan and the Philippines, supporting the hypothesis that turnover intentions are more strongly related to job satisfaction in countries that are higher in individualism (Luu, Beach & Hattrup, 2010) .
Although both job satisfaction and work-life balance are widely studied, cross-cultural studies are sparse. The main purpose of this paper was therefore to cross-culturally compare job satisfaction and satisfaction with work-life balance. To this end this study aimed at answering the following research questions: consists of three components (Greenhaus et al., 2003) : (1) time balance which refers to equal time being given to both work and family roles; (2) involve-
164
Tamene Keneni Walga ment balance which refers to equal levels of psychological involvement in both work and family roles; and (3) finally, satisfaction balance which refers to equal levels of satisfaction in both work and family roles. So work-life balance is achieved when these three components are fulfilled. Work-life imbalance may lead to work-life conflict which in turn costs an individual's health and her/her organization's productivity.
Culture and cultural dimensions:
Culture is an elusive term and does not lend itself to be clearly defined. Perhaps; no term has as many definitions as culture. Here is one of the widely accepted and typical definitions of culture:
"Culture is the deposit of knowledge, experience, beliefs, values, attitudes, meanings, hierarchies, religion, notions of time, roles, spatial relations, concepts of the universe, and material objects and possessions acquired by a group of people in the course of generations through individual and group striving" (Samovar & Porter, 2003, p. 8) . Another early but widely used definition of culture is: "Culture is the collective programming of the mind which distinguishes the members of one human group over another" (Hosfstede, 2011).
As regards dimensions of culture, a dozen of models are available. However, Hofstede's 6-D model is opted for because scores for the dimensions are available for the cultures to be compared. Hofstede's study demonstrated that there are national and regional cultural groupings that are very persistent across time and that affect the behavior of societies and organizations (Hofstede, 2011) . Hofstede discovered four well-known dimensions of culture in his study of national work related values. Later he added two additional dimensions and came up with the model that is known as Hofstede's six dimension (6-D for short) model. Hofstede's six dimensions of culture are briefly described below (https://www.hofstede-insights.com/country-comparison).
Power distance: Power distance reflects the attitude of the culture towards inequalities among the people in the society. It is the degree to which less powerful members of institutions and organizations within a country expect, accept, and tolerate unequal distribution of power. Thus, high Power Distance Index (PDI) indicates that people accept a hierarchical order in which everybody has a place and which needs to be accepted without question and further justification. On the other hand, low PDI score indicates that the society believes that inequalities amongst people should be minimized and is less tolerant of inequalities among people.
Collectivism versus Individualism (I-C):
Individualism is the tendency of people to look after themselves and their immediate family only. In contrast, collectivism is the tendency of people to belong to groups or collectives and to look after each other in exchange for loyalty. The fundamental issue addressed by this dimension is the degree of interdependence among people. Thus high score on this dimension means less interdependence among the people (high individualistic tendency) and low score reflects high interdependence (high collectivistic tendency).
Uncertainty avoidance (UA): UA is the extent to which people feel threatened by ambiguous situations and have created beliefs and institutions that try to avoid such situations. High need for security, strong belief in experts and their knowledge, more written rules and procedures, and less risk-taking by managers are some of the characteristics of countries high in uncertainty avoidance. In low uncertainty avoidance countries, people are more willing to accept risks associated with the unknown, fewer written rules and procedures, more risk taking by managers, higher employee turnover, and more ambitious employees.
Masculinity and femininity (M-F):
In masculine societies (high score on M-F index), competition, achievement, success, money, recognition, advancement, wealth and challenge are the dominant social values. In contrast, caring for others and the quality of life are the dominant social values for feminine societies (low score on M-F index). Feminine societies put importance on cooperation, friendly atmosphere, employment security, and the natural environment.
Long-term orientation (LTO):
LTO describes 'how every society has to maintain some links with its own past while dealing with the challenges of the present and future' (https://www.techtarget.com/search/query?q=Work%20 life%20balance&type=definition&pageNo=1&sortField=). Low score on LTO index means the society is a normative society that strives to maintain time-honored traditions and resists change. High score on LTO dimension means the society tends to take more pragmatic approach to prepare for the future.
Indulgence (IND):
This dimension is defined as 'the extent to which people try to control their desires and impulses, based on the way they were raised' (https://www.techtarget.com/search/query?q=Work%20life%20balance&-type=definition&pageNo=1&sortField= ). People with relatively weak control are said to be 'indulgent' and people with relatively strong control are called 'restraint'. Thus a culture can be indulgent or restraint based on its score on this dimension. In other words, high score on this dimension means the culture is 'indulgent'. Low score on this dimension characterizes 'restraint' culture.
Culture and Hofstede's dimensions of culture have been studied in relation to a number of work-related attributes and behavior. There are also speculations that Hofstede's dimensions of culture are related to a multitude of work-related or organizational behaviors. For example, Hofstede (2011) argues that work prevails over family in masculine societies but in feminine societies there is a tendency to strike balance between work and family. 
Description of variables and measures

Job satisfaction (JS):
In the European Social Survey 2012, job satisfaction was assessed by a single Likert-type question. More specifically, the participants were asked the following question: "How are you satisfied with your job?" Participants rated their satisfaction or dissatisfaction with their job on an eleven point scale ranging from 0 (extremely dissatisfied) to 10 (extremely satisfied). Zero indicates complete dissatisfaction with one's job and 10 indicates complete satisfaction.
Satisfaction with Work-life Balance (WLB):
WLB was assessed in such a way that, like job satisfaction, participants were asked to rate their satisfaction or dissatisfaction with their work-life time balance on an eleven point scale which ranged from 0 (extremely dissatisfied) to 10 (extremely satisfied).
Culture and cultural dimensions:
Country is considered as a proxy measure of culture and cultural dimensions were already defined following
Hofstede's 6D model of culture (Hofstede, 2011 The relationship between jab satisfaction and satisfaction with worklife balance was substantial and significant in all countries. The Pearson's coefficients of correlation obtained ranged from .301 in Finland to .667 in Ukraine and all the correlations were significant at p< .001. Job satisfaction and satisfaction with work-life balance was found to be positively significantly related in the group as a whole(r (N= 26717) = .519, p < .001).
Results
Another hypothesis that this study sought to test was the relationships between the variables of satisfaction (job satisfaction and satisfaction with WLB) and the variables of culture (Hofstede's cultural dimensions). Table 3 summarizes country level inter-correlations among the variables in question. As it is clearly evident from the table (table 4), significant mean difference in job satisfaction was found only for Power Distance (PD). In other words, as a group, countries with low PD had significantly higher job satisfaction than countries with high PD (t = -2.448, p = .022). This result is consistent with the result from correlation analysis wherein PD was negatively related to job satisfaction (r = -.417, p < .05). Similarly, countries with low PD had significantly higher satisfaction with work-life balance (t = -2.462, p = .021) and this is also consistent with the result from correlation analysis which showed significant inverse relationship between satisfaction with work-life balance and power distance (r = -.408, p < .01). culture. Therefore, it is reasonable and logical to argue that job satisfaction and satisfaction with WLB cannot be free from the influence of culture.
The second hypothesis was supported in that job satisfaction and satisfaction with WLB were significantly positively related across the 29 countries (r's = .301-.667, p's < .001) as well as in the sample as a whole (r (N= 26717) = .519, p < .001). This is perfectly in line with previous similar works that reported positive relationships between job satisfaction and satisfaction with WLB (e.g. Mukhtar, 2012; Saif et al., 2011) or negative relationship between job satisfaction and work-life conflict (e.g., Gamage, 2013) . The third hypothesis was partially supported in that of the 6 cultural dimensions only power distance (PD) was found to be significantly related to both job satisfaction and satisfaction with WLB. Power distance (PD) was inversely related to both job satisfaction and satisfaction with WLB.
Implications for cross-cultural management
The relevance and importance of job satisfaction and satisfaction with WLB The managerial implication of this point is that there may not be universal managerial strategies that can be used to promote job satisfaction and satisfaction with WLB. Therefore, managers need to employ culturally appropriate
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Tamene Keneni Walga managerial strategies in promoting job satisfaction and satisfaction with WLB. For example, bonus salary at the end of a fiscal year may be effective in one culture but may be ineffective in another culture. Third, this study suggested that both job satisfaction and satisfaction with WLB are related to Hofstede's dimensions of culture. For instance, PD was inversely related to both job satisfaction and satisfaction with WLB though further research with large sample is required to substantiate these findings. This implies that managers of multinational organizations and companies need to take into account cultural differences while devising strategies to promote job satisfaction and satisfaction with WLB.
